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The leadership has a big influence on organizational performances, emphasizing on an efficient leadership but 
also emphasizing on discovering other leadership styles that are being understood by every generation.  
This paper highlights the way leaders are seeing the generational differences and the approach in which every 
generation are looking up to their leaders. The paper focuses on analyzing the multigenerational leadership 
inside of a company that is in the field of bank finance. Following the results, we can say that the leaders are 
being made with motivation, encouragement, and freedom of action, they encourage and motivate the employees 
as far as job tasks are concerned, improving performances and decision making.  
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I.  INTRODUCTION 
Globalization and digitalization, the social changes which are profound that are seriously marking the 
personality of an individual, the system crisis of traditional values, reclaiming the approach of leadership as a 
fundamental aspect of a good functioning of organizational systems. The emphasis, in the current context, falls 
on discovering the leadership styles that are efficient and effective which are suitable for the new digital society. 
The generational diversity has become a standardization in most of the organizations, no matter the 
activity profile. In the last 60 years, there have been 3 generations, the “Baby Boomers”, were the ones that were 
born between 1946-1964, which was a period that had a high birth rate, which the name also originated from, the 
generation X (1965-1979), was a generation which had quick access for information and media, and the 
generation Y, that is known in the present as millennials and is also known as the generation who have witnessed 
the major impact that the development of internet had on the world. 
According as the labor market embedded all the 3 generations in the work field, the organizational 
behavior changed too. But, from behind, comes the Z Gen which is also seen as the future generation, or as the 
work force of the future. By many, they are considered as beginners in the labor market, they are the ones that 
are having the most developed abilities and the most competent in the digital field. 
The impact of the internet and the impact of technology on the Z generation, is striving for a “hyper 
cognitive” generation, which assumes a very rich and developed ability in terms of collecting, analyzing and 
putting head to head a series of information that were taken over from several sources so that they can integrate 
virtual experiences with the ones that are offline (Francis et al, 2018). The managers are confronting at the given 
time with a generation which has a unique ethic of work, while comparing them with the other colleagues that 
are much more experienced. That’s why it embodies in the need of researchers and also in the needs of managers 
to address and analyze the problems that can occur as far as the difference of generations is concerned, in order 
for the organizations to face the impact that these differences are having in the success and in the leadership of a 
company (Salahuddin, 2010, p.6).  
So, that’s why it becomes necessary, for us to understand as many things as possible about every 
generation, about the level of commitment that they’re having within the company etc. 
II.  THE  CHARACTERISTICS  OF  GENERATIONS  AND  THE  IMPACT  THAT  THEY  
HAVE  ON       THE  STYLE  OF  WORK   
The management of a multi-generational work force, which includes almost eight decades of history of 
generations, with different perceptions and objectives and a cultural diversity that is so important, it becomes a 
challenge in the organizations of the 21st century (Shrivastava et al, 2017, p 257). 
Every generation has unique characteristics and talents that can be exploited and can be performed in the 
base of diversification and the values of the work force through the help of abilities and powers of all the 
employees. The manager’s responsibility is to understand every generation so that he can create a work field that 
is productive and healthy so that it can inspire and motivate the employees keeping the base values of the 
company (Savino, 2017, p. 193 & Cushing, 2019). 
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The work labor can include up to 5 unique generations and every one of them has an original system of 
values, believes and attitudes. (Cushing, 2019, p.1) 
1. The silent generation, born between 1922-1945, can be characterized by having disciplinary qualities 
and loyalty. 
2. The Baby Boomers, born between 1945-1964, is a generation which commonly characterized by being 
very optimistic and by having a true wish of work and involvement 
3. The X generation, born between 1965-1981, is often characterized by having their trust in themselves 
and also they are being oriented towards tasks 
4. The Y generation or the Millennials, born between 1982-2000, are considered to be very anxious 
5. The Z generation, the most recent one, is often characterized by being very creative and flexible. Here 
we can find the people that are having digital abilities, they are capable of organizing by themselves or 
by learning through a non-conventional method of learning, and having a really big attention to details 
(Hall, 2018, p.48) 
 
The Silent generation is oldest one, when it comes to the work force. This generation features individuals 
who are very dedicated, who are making sacrifices, who are patient and they respect the authority of their 
superior. They work very hard and they are having a team spirit that is very developed. More than that, they are 
very known for being loyal to only one employer through their lifetime. These individuals want that their jobs to 
have a personal meaning, that can bring them personal challenges and they are oriented to evolve and to perform 
in their careers. It is interesting though, that this generation are looking up to the younger generation, as they’re 
not having the same energy as they did, they are not as work heavy and they’re also not very interested on a 
career that is being based on a personal matter. (Cushing, 2019, p.1) 
The Baby Boomers were having a prosperity in economics, which gave them a feel of good financial life. 
They lived by searching for the American dream. The Baby Boomers are often reacting when the information are 
being transmitted to them, and is also very clear, on a regular basis, which involves a very good assistance, and 
also a very good relationship with their families, with their colleagues from work and with their friends. 
(Cushing, 2019, p.1). 
One of the most experienced generations when it comes to technology is the X generation, because 
they’re focusing on a balanced life between family, life and work. So that they can maintain that balance, they 
don’t take very seriously their life work, and they’re more interested in the activities that are happening outside 
of their work life, and they’re likely to work on a lower wage, while they’re having a more free time, because 
that free time can make them grow their quality of life. While they were growing up watching their parents 
working hard, but at the same time watching people getting fired on a regular basis, they are focusing more on 
the action and not on the words. (Mecca, 2010, p.2) 
The X generation are the ones looking for work bounties, positive feedback, and recognition while they 
are focusing more and more to a manager position. They are very adaptable, independent, and creative, and they 
are not letting their guard down when it comes to being intimidated by their authority, they are also no sceptic 
but they are kind of anxious. (Barber, 2014, pp. 11-25) 
The Y generation is the most driven toward technology and they’re the most educated between all of the 
generations. Because of the fact that they were born in a digital era that is also based around the internet, this 
generation is very resistant who learned from their parents the will of work and to never stop until their comfort 
of life is being met. The Y generation appreciates tenacity, optimism and technic expertise. They need being 
watched and having a superior always by their side, but with all of this being said, they are not afraid to switch 
jobs if their needs are not met.  
III.  THE  IMPACT  OF  MULTIGENERATIONAL  LEADERSHIP  STYLES  ON   
ORGANIZATIONAL   PERFORMANCES  –  CASE  OF  STUDY 
The banking institution at which the research was performed, was established in 1990. As a identification 
element in this article, we’ll use instead of the true name of the institution, the IBX company. Today, IBX, is one 
of the most important financial group in Romania. Inside of the IBX policies it is very important for the 
employees to be perfected and fully developed, at the same time, there are being organized workshops, courses 
and more than half of the employees are taking place in these courses and workshops. Annually, thousands of 
employees of the bank, are taking part to this kind of meetings which, besides the fact that they’re developing 
their professional work flow, it also improves the cohesion between the different categories of the personal that 
are working in the bank. On average, the employees have benefited of a 5 to 6 days of training (in the course 
room, but also in a e-learning format). The focus is on the implementation of specials programs that are 
involving the development of technical activities, the optimal way of creating relationship on a daily basis with 
the clients, the final goal being to establish a good client-bank relationship. Through the e-learning programs the 
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employees are being trained on essential aspects, like- fighting money laundering, the security of information, 
financial sanctions, transparency, and protection of the consumers, healthy and security in work, etc.  
In IBX it is granted a big importance on adapting the organization to the client’s needs and to the changes 
in their behavior, and this is a sig of a healthy and sustenaible organizational culture.  
 
The research methodology  
 
The goal of this research is studying the multigenerational leadership in IBX. The case study has as 
objectives: 
O1: Determination of the degree of appreciation from the leader for the performances obtained by the 
employees 
O2: Identification of the degree in which the employees are considering that they represent a value for the 
company the are working for. 
O3: The establishment in which the leader is involved in resolving the employee’s tasks. 
  I have chosen for quantitative research because this way, it represents the psyche and the events can be 
analyzed in a neutral and objective way. Another criteria of validation, is the number of cases, the dimension of 
the group on which the study is being realized on, because as the number of cases for analyzing is getting bigger, 
the certainty of the results is growing too.  
The obtained results following the application of the polls, will be processed and synthesized in a data 
base with the help of the Microsoft Excel soft. 
The sample that was used, it was the personnel of the IBX subsidiaries, from the vest part of Romania, 
zone 7, group 8, which involved 32 respondents from the whole 8 group of 36 employees, which represents a 
percentage of 89. The obtained information after the application of the sample, let us to see the satisfaction of the 
respondents of taking part at this questionnaire, and the fact that they’ve offered complex information and 
detailed ones, it proves their good intention and also the accuracy of the results. The questionnaires were applied 
on the Google Forms platform during the month of May 2020. The method of the research was the investigation 
based on the questionnaire, and the instrument that was used, was the questionnaire. There has been 2 
questionnaires applied, both different. One for the people that had leading positions (10 managers) and one for 
the personnel of execution (22 subordinates). After analyzing the data, the results were obtained, and they are 
presented in this paper. 
 
Data analyse and results 
 The subordinates 
 
The participants (the subordinates) at the survey, were asked if they are feeling integrated in the 
organization culture of the IBX company and if they agree or not with the principles, values and vision of the 
company. According to the answers registered, the majority of the employees who took this questionnaire (18 
persons of 22, 81,8%) expressed their fully agreement when it comes to this conception. Another 2 persons 
(9,1%) they agreed only partially. At the same time, there have been another 2 persons which had a total 
disagreement on this matter. We can tell that none of the persons that took this questionnaire answered with a 
partial disagreement. 
Half of the participants (11subordinates) are totally in agreement that for the management of the company 
is very important the performances that the employees are getting. We can see that 8 persons (36,4 %) agreed 
partially. We can also see that the difference between these 2 categories is 13,6%. The partial disagreement was 
chosen by only one employee, and the totally disagreement by 2 employees. 
The question referring at the values of the human resources for the company, completes the previous one. 
So, in the previous one, we found out that 86.4% are in agreement when it comes to the opinion of the 
employees’ performances. The 3rd question has generated a total agreement in proportion of 95,5% (21 of out 22 
subordinates), just only one expressing their partial agreement. In other words, the answers to those 2 questions 
suggests the fact that the IBX employees are in agreement that they represent a value for the company that they 
work for. 
The realization in good conditions of the tasks at work, and also obtaining the best performances and 
constant ones, it implies that the employees are guided by their superiors in understanding and implementing the 
work tasks. From this point of view, the majority of the respondents: 95.4% are considering that they’re 
benefiting of the constant help from their superiors. Only one person believes that this aspect is not met. 
The question if the respondents are considering that in the IBX company, their potential is fully exploited, 
the majority responded positively, 59%, that means 17 people. Other 2 persons considered that they don’t know 
how to respond to this question, and only one person was in partial disagreement. We can see that the number of 
those who answered in agreement (19 subordinates) is much higher than those who where in the disagreement 
(only one person). 
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Fig. 3.1. Question: Do you dispose of the needed authority and responsibility  
for carrying out the tasks in an efficient way, without consulting with your manager? 
 
The respondents considered that they claim to have the necessary authority and responsibility for carrying 
out the tasks in an efficient way without consulting with their manager, so: half of them are sharing the same 
opinion: 11 people in a big way, and 27,3% in a very big way.  
5 employees from the total considered that their authority and responsibility needed for fulfilling the tasks 
are seen in a small way. But no one responded that they don’t dispose of these at all. The given information tells 
us that the majority are happy with this aspect (fig.3.1.). 
The referring question at the attention and the respect that everyone feels from their group manager is 
combined with the one referring at the honesty of the valuation. We can see that the respondents believe that 
they get the attention and respect from their own leader to a large extent (13 persons, 59,1%) and in a big 
fashioned way (7 employees, 31,8%). A number of 2 participants at this research said that this aspect is not fully 
met. We can say that the majority are appreciating the leader’s attitude towards being critique, attention and 
respect. 
Analyzing the personnel scheme of execution, we can see that from the total of the respondents, 77% are 
females, and the rest of 23% are males. In other words, the females are representative in this sample, 3 times 
more than men. 
Another aspect that highlights the characteristics of this sample is the one regarding the age of the 
respondents. There have been established 4 groups: 
 Between 18 & 30 – 13 participants, which means 59,1% 
 Between 31 & 40 – 5 participants, which means 22,7% 
 Between 41 & 50 – only 3 participants, which means 13,6% 
 Between 51 & 60 – only one, which means 4,5% 
The given information tells us the fact that the most part of the group, has fit in the category of age 
between 18-30 years, and the fewest was only one, which age was between 51-60 years. Also, very poorly 
represented was the persons in the category of age between 41-50 years. On the other hand, while the good 
represented was the much younger group between 31-40 years. We can see that the youngest are the most 
predominant in this group. 
Another important aspect which has a positive impact is represented by the fact that more than half of the 











Fig. 3.2. Question: Last form of education graduated 
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An element that helps the characteristics of the sample is represented by the environment of origin of the 
respondents. At the base of the answers we can see that 68,2% are coming from an urban origin (15 persons), 




After the employees were asked to take part of this questionnaire, we investigated the managers of the 
company, by applying the 2nd questionnaire, and the answers are as it follows: 
Asked if a leader of success is leading a successful organization, the participants argued in proportion of 
70% (7 out of 10 people) that they agree with this phrase.  Only one person expressed their partial agreement, 
and another two showed total disagreement. As such, we can confirm that the majority of the IBX managers, are 





Fig.3.3. Question: Do you usually appreciate your subordinates for their achievements? 
 
The managers’s answers from the figure 3.3. can be compared with the answers at the question that was 
addressed to the personnel scheme of execution regarding the way in which they perceive the appreciation or the 
lack of it coming from their superiors regarding their own achievements. We see that the leaders who were 
questioned (80% which means 8 out of 10 persons) confirm that they always appreciate the performances and 
achievements of their subordinates. Other 2 persons have sustained that they often admit the achievements of 
their subordinates. The answer option that they never appreciate the achievements of their subordinates, was not 
chosen by any manager. So, all of the managers that were questioned, are sustaining that they appreciate the 
achievements and the performances that their subordinates making. We can see the differences between the 
answers in which the subordinates answered, and how the managers did. From the subordinates point of view, it 
shows us that only 86% of them are agreeing on the fact that the management of the company appreciates the 
performances achieved by them, and on the other hand, the managers are agreeing 100% that they are 
appreciating the performances achieved by their subordinates.  
At the question referring if the managers are helping the subordinates in their work flow, all of the leaders 
that were asked, 7 of them (meaning 70%) are fully agreeing, and 3 of them (30%) are agreeing in a big way.  
Regarding the link between the chosen leadership style, the satisfaction of the employees and their 















Fig. 3.4. Question: Do you believe that there is a difference between the style of leadership 
chosen by you, the satisfaction of the employees and the performances achieved by them? 
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Asked about the link between the organizational values and the personal ones, a percentage of 70% of the 
ones questioned, are sustaining that there is a link between the organization values and the personal values, and 
only 20% are agreeing largely. Just 10% (1 person) from the leaders, are considering that the link between 










                  
      Fig.3.5. Question: Do you let the freedom and authority to the employees,  
regarding decision making concerning their specific task of their position? 
The same interesting answers were given when the 10 leaders were asked if they have sufficient trust in 
their subordinates so that they can to the subordinates the freedom and authority regarding meeting their own 
tasks that are specific to their position (fig.3.5.) 
Here, the expressed opinions were different. So, 40% of the responded were claiming that the freedom in 
which the managers are giving them regarding their decision making in their tasks, is to a small extent. At the 
opposite pole, there have been another 40% from the total of leaders which were saying that this thing is also 
happening to a small extent. Besides them, there is a 20% considering that the subordinates are having the 
freedom and authority to a large extent. 
The answers represented in the figure 3.5. can be corelated with the ones in the figure 3.1. regarding the 
way in which the subordinates are perceiving the authority in which they dispose for resolving the tasks of their 
job.  
We can see that 50% of the respondents that were asked in this category, own the authority and the 
responsibility needed in order to efficiently achieve their tasks of work, without the need to consult with their 
superior, largely 27,3% were agreeing in very largely on this matter. Only 22.7% from the total of the persons 
who were asked to take part of this questionnaire are saying that the authority and the responsibility that are 
needed for achieving their tasks, are recognized by their superiors to a small extent. 
The difference in percentage between the two groups, are showing a state of normality from the 
leadership point of view, in the 8th group that was investigated.  
IV.  CONCLUSIONS  AND  LIMITS  OF  THE  RESEARCH 
The participants that took place in this research were mainly females, coming from an urban background, 
but also coming from a rural one. (majority coming from an urban origin), providing a different level of 
education, which is diverse. (predominantly – higher education).  
The research has touched all main three objectives: 
O1. Determination of the appreciation grade from the leaders for the performances achieved by the 
employees. The achieved results show us that the appreciation of the professional performances lies at the heart 
of every personal decision making. The leaders in the IBX group, are usually appreciating the subordinates for 
the achieved performances. So, the leaders that were questioned (80% - 8 out of 10 persons) are saying that they 
always appreciate the performances of their subordinates. No respondent said that they do not consider 
appreciating their subordinates’ efforts. So, all the leaders that were questioned are sustaining that they 
appreciate the professional achievements made by their subordinates. From the appreciation point of view, 86% 
of the subordinates that were questioned are agreeing with the fact that for the management of the company is 
important that the employees are achieving great performances. 
O2. The identification of the grade in which the employees are considering that they represent a great 
value for the company that they’re working for. Following the centralization of the results, we can see that there 
is a high grade of those who are in agreement for the following idea – the employees are representing a great 
value for the company they’re working for. Total agreement in proportion of 95,5% (21 out of 22 persons), only 
one person expressed their partial agreement. 
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O3. Establishing the level of involvement of the leader in realization of the employees’ tasks 
The realization of the tasks in good conditions and obtaining good performances, means that the 
employees to be driven on the right path by their superiors. From this point of view, most of the respondents are 
considering that they’re benefiting the help from their superiors, only one person expressing the opinion that 
realization is made to a small extent. We can confirm that the level of involvement of the leaders is very high. 
In conclusion, the successful companies are distinguished by the ones who are possessing good leaders, 
and who are transmitting the values of the companies, encouraging the employees at the same time, to show their 
capacity by facing their work tasks, and by have a good decision making regarding their professional 
performances. 
Safety, credibility, and the capacity of being trusted are elements necessary to generate a good team spirit. 
These elements are available for both category of employees:  the subordinates and the managersThe obtained 
results are showing us the way in which the relationship between the employees and the leaders is like in this 
banking institution. Leaders were being asked if they have the sufficient trust in their subordinates, so that they 
can offer them the freedom and authority that is needed in completing the job tasks.  
The majority said that this freedom and authority is being met very largely. Also, the questioned 
managers (in proportion of 90%) are saying that the experience, the received feedback, or the mentoring is very 
important for the professional development of every employee.  
In the end, the leadership style that is being practiced in the IBX company, group 8, is making that all of 
these to be driven towards the professional development of every employee. 
This research also has its limits.  
First one being represented by the degree of the objectivity of the respondents, and the second one is 
referring to the fact that this research only applies to one of the many groups of the IBX company, therefore the 
results cannot be applied to the rest of the company.   
As a conclusion, in our opinion, the results of group 8 in the IBX company, includes relevant aspects 
which deserves to be known as good practices for the management of the whole company. 
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